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C H A P T E R - I 
INTRODUCTION 
* * 
C H A P T E R - I 
INTRODUCTION 
A u n i v e r s a l f a c t t h a t a l l a c t i o n s a r e g e n e r a t e d 
by some m o t i v e s and gea rd up by i t s i n t e n s i t y . The 
phenomenon of human m o t i v a t i o n i s e x i s t e d r i g h t from t h e 
e x i s t e n c e of men and women on e a r t h . I n i t i a l l y , p h y s i o -
l o c i c a l needs c e r t a i n l y would have e n f o r c e d human b e i n g s 
t o g e t a c t i v a t e d f o r m a i n t a i n g o r g a n i s m i c d i s e q u i l i b r i u m . 
At t h e t ime when human p o p u l a t i o n was v e r y l i t t l e i n 
number, t h e r e was no p rob lem of d i s t r i b u t i o n of l a n d and 
v e g e t a t i o n e t c . t h a t grew on e a r t h . As human b e i n g 
m u l t i p u l i e d i n numbers they s t a r t e d k e e p i n g l a n d u n d e r 
t h e i r p o s s e s s i o n s t o u t i l i z e t h e o c c u p i e d l a n d f o r t h e i r 
ovvTi b e n e f i t and s u r v i v a l . The b i o l o g i c a l n e e d s of men 
and women e n f o r c e d p e o p l e t o p r e p a r e m a t e r i a l s which were 
a t l e a s t n e c e s s a r y fo r human s u r v i v a l l i k e food, s h e l t e r 
and c l o t h i n g s e t c . But a s t h e t i m e p a s s e d t h e p r o d u c t i o n 
t h rough manual work a c t i v i t i e s became i n a d e q u a t e a s t h e 
q u a n t i t y of p r o d u c t s p r o d u c e d by men and women by t h e i r 
hands were n o t s u f f i c i e n t t o c a t e r n e e d s of t h e e n t i r e 
p o p u l a t i o n . I t was t h e r e a s o n why t h e c o n c e p t of mass 
p r o d u c t i o n came i n t o p r o m i n a n c e and s u b s e q u e n t l y , i n d u s t r i a l 
r e v o l u t i o n s t a r t e d . I n d u s t r i a l r e v o l u t i o n g r a d u a l l y changed 
t h e e n t i r e sys tem of work ing i . e . from t h e sma l l u n i t a t 
home t o t h e l a r g e r u n i t s and s y s t e m a t i z e d t h e e n t i r e j o b 
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by decentra l i s ing the work a c t i v i t i e s . Indus t r i a l i za t ion 
not only changed the system of working but i t great ly 
influenced the society too in terms of thinking, a t t i t u d e s , 
be l ie fs , values of work and l i f e , e t c . 
Since the time immemorial the phenomenon of 
absenteeism very much exis ted . In the olden days absentee-
ism behaviour occured very informally but in the modem era 
af ter indus t r i a l revolution as the work became a major 
source of earning, i t made the en t i r e work more formalized. 
And gradually with the increasing more formalized in t e r -
personal r e l a t ions Absenteeism could have been considered 
to be one of the major source of i ndus t r i a l ineff ic iency. 
Nowadays, absenteeism are being considered very seriously 
as i t negatively h i t i ndus t r i a l productive eff iciency. 
According to Jones, Brown and Nicholson (1973) 
absenteeism raised two p r inc ip l e problems from a psycholo-
gical point of view. One of the probelems i s elaborated 
as that i t i s a voluntary behaviour whereas, the other 
dimnsion of the problem i s determined from the re la t ion-
ship betv;een absenteeism and job s a t i s f a c t i o n . Absentee-
ism i s one of the major problems of indus t r i e s located in 
developing and underdeveloping count r ies . I t i s l ike ly 
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to have inverse relationship with productive efficiency 
and direct relationship with indiscipline. However, 
absence behaviour can ndt be completely eradicated but 
absence management mechanism can reduce such a behavioural 
tendency upt® a managable extent. 
Describing the term absenteeism Vaid 11966) 
refers it to as unauthorised absence from work. Un-
authorised absence includes all cases where work is 
available, the worker knows about it but He fails to 
report for duty and the employer has no prior information 
of workers not reporting for work. Hence, a distinction 
is made between "absence" and "absenteeism". The term 
absence refers to all "stay away" from work whether 
authorised or unauthorised while absenteeism refers to 
only unauthorised absence. 
A person who is a habitual absentee is called a 
chronic absentee worker. Such a person as compared to 
regular employee getting absent from work do not show 
such behaviour because of an environmental factors. 
Chronic absenteeism is a state of behaviour and needs 
special kind of treatment. 
Vaid (1967) stated that chronic aiDsentees have 
been found to be engaged in several social and cultural 
activities for status, power, recognition and money. 
They also enjoyed the ascribed status and were keen to 
achieve and maintain it. Chronic absentees were generally 
passive and took no responsibility. Some chronic absentees 
stayed away from work because of ill health, weak constitu-
tion, and just old age. Yet they were compelled to hold on 
to work tor economic reasons. 
Breaugh (1981) on the basis of review of 
literature pointed out that the phenomenon of absenteeism 
is still neither well understood nor accurately predicted. 
To the pre.^ent investigator it was really a veiry complex 
problem to decide that what criterion be evolved for under-
standing and measuring absenteeism. It is pertinent to 
mention the criterion opted by Breaugh (1981) that he 
considered plainly total number of days absent as an index 
of absenteeism rate. To the present investigators Breaugh 
(1981) approach is highly convincing. It is worth mention-
ing that Vaid'£ distinction between absence and absentee-
ism seems to be only true for making distinction between 
general absentee and chronic absentee. 
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It is a coimion belief that permissible leaves 
under rules can be claimed as a matter of right which can 
not be put under the catagory of absenteeism ais for 
example, casual leave, earned leave, medical leave, etc. 
but we have a strong reservation about this belief and 
consider absence as absence either it Is occured within 
the legitimate or illegitimate frame of work rules. This 
contention has a rational basis which has its explanation 
in different theories of job motivation and satsisfaction. 
Vroom's (1964) instrumental theory best explains to the 
processess involved in deciding the course of action. 
Vroom's th'ory states that perceived expectancy of the 
outcome/ outcomes of an action and its related valence 
i^ ecome instrumental far human motivation. Higher perceived 
expectancy ot an action outcome and outcome bearing high 
positive valence is likely to enhance job motivation and 
job involvement but contrary to it^low perceived expectancy 
of an action outcome and outcome bearing no or low attrac-
tion (valence) is a condition which may lead to dissatis-
faction, low motivation, low job involvement, stress, 
frustration, etc. This later condition is most likely to 
be a condition causing absence behaviour and in the worst 
case enployee turnover. More precisely, it is to lay 
stress upon that any anticipated outcome ofan action likely 
to be attained upto desired level will produce higher 
valence or a t t r ac t ion for job incumbents and subsequently 
lead employee to remain on the job, but the other side of 
the coin i s tha t l e sse r the valence greater the absentee-
ism will occur. 
Adam's equity theory of motivation and sa t i s fac t ion 
explains human motivation and sa t i s fac t ion interms of in-
put -outcome r a t i o . •'•'heory states^ tha t an individual 
does not only consider his own input-out-come r a t i o for 
get t ing the experience of sa t i s fac t ion - d i s sa t i s f ac t ion 
but also compares his own r a t i o with the other comparable 
individuals and groups. When individuals perceive the i r 
own input-outcome r a t i o l e s se r compared to other similar 
individual or group then he come under the s t a t e of 
inequity which cer ta in ly lead to feel tense, f rus t ra ted, 
anxious and more l ike ly to become instrumental for absentee-
ism behaviour. 
Vroom's and Adam Smith's approaches have s t ressed 
l i gh t on logical behavioural explainations tha t how 
employees develop a t t i t u d e towards work tha t enforce 
employees to remain on the job or to remain absent from 
work. I t i s , indeed, i r r a t i o n a l to say tha t men do not 
have to perform any other a c t i v i t y except work in his day 
to day life. People may have some personal or unofficial 
work to be carried out on working days and employees may 
seek sanction of leave/ leaves but it is important for the 
employees to decide on that whether situation coirpelling 
for leave can be avoided or unavoided largely may depend 
upon the value enployees give to their job. Higher the 
value attached to work, lesser the absence will be 
observed. 
Job motivation theories and approaches explaining 
the motivational behaviour at work have directly or in-
directly hit on the idea that the process of motivation 
only starts when there is any organismic deficiency or 
urge. The process of motivation is a goal directed 
behaviour and adequate feeling of goal fulfilment streng-
then the course of action taken in future but in case of 
goals thwarted, unattended or inadequately fulfilled have 
detrimental influence like tension, frustration, dis-
satisfaction, etc. on employees and these alone or in 
conjunction with each other may become instrumental for 
work absence behaviour. It is worth mentioning an old 
Greek concept of 'hedonism' which refers that behaviour 
is directed towards pleasure and away from pain. The above 
few lines engineered the idea that healthy and rich quality 
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of work life (QWL) helps the employees to feel the job 
or work activity^enjoyable but poor working conditions 
and broadly speaking poor /QWL^  keep men to experience 
pain, frustration and tension which enployees avoid by 
way of remaining absent from work. 
A birds eye view of survey of literature in the 
area of industrial absenteeism have witnessed a number 
of factors responsible for the occurence of absenteeism. 
To argue the importance of the present work it is highly 
desirable to mention some of the important researches 
relevant and related to that may provide a clear picture 
about the type of researches conducted so far. Hence, a 
brief review of literature will be presented in the 
proceeding writings. 
To start with it is significantly important to 
mention one of the articles of Chadwaick, Brown and 
Nicholson (1973) who have pointed out in the light of an 
extensive survey of literature over the periods of last 
twenty years before 1973, that more than hundred publica-
tions have indicated the relationship between absenteeism 
and number of other factors like personality variablea'J, 
supervisory styles, the size of the work group and the 
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length of work hours. The present Investigator has also 
made a detailed survey of the researches conducted so far 
on absenteeism specially after 1973 till date and found 
the researches almost on the same line but recently, some 
studies have undertaken new approaches for study which 
widened the sphere of knowledge in this area. 
A chronological exposition of studies on different 
categories of variables will be discussed. In one of the 
studies Sushila (1976) tried to examine the relationship 
of absenteeism with need gratification. She pointed out 
that employees participation emerged as one of the 
important factors which is most likely to reduce absentee-
ism. 
Scores of studies have investigated the relation-
ship of absenteeism with job satisfaction, job involvement, 
organizational & work commitment, job anxiety & stress, 
etc. Nicholson and Brown (1976) have pointed out that job 
dis-satisfaction as a major cause of absence from work have 
been found emperically doubtful, hence, popular belief,that 
job dissatisfaction is a major cause of absence become 
shaken. In their study it was concluded that job dis-
satisfaction and absence from work were unrelated. 
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In one of the researches conducted by Dittrich 
and Carrel (1979), a very interesting result has been 
reported that employees perception of equitable treatment 
were found to be stranger predictors of absence and turn-
over than job satisfaction variables. This piece of 
research finding is contrary to the managerial strategy 
where managers and supervisors try to give', an equal 
treatment to their subordinates to enchance employee's 
job satisfaction and increase work performance. But such 
type of results may Pe obtained when subordinates are 
giving varying degree of performances and all of them 
would have been treated equally by the managers and 
supervisors. As a result,good workers having felt a loss 
of their work appreciation might remain absent from work. 
Probably^this kind of situation would have been faced by 
the sample on which Dittrich and Cgrrel conducted their 
study. 
Cheloha and Farr (1980) studied the relationship 
of absenteeism to job involvement and job satisfaction 
and found that absence was related to job involvement but 
highly unrelated to job satisfaction. They pointed out 
that the variance in the relationship between absenteeism 
and job satisfaction could be explained by the mediating 
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influence on job involvement. In one of the studies 
conducted by Ugur (1982) on the relationship between job 
satisfaction and absenteeism on the sample of both blue 
collar and white collar workers. It has been reported 
that inaduqMate or unsatisfactory promotional opportuni-
ties as well as job insecurity were found to be the 
important attributes of high absenteeism among white 
collar subjects. But for blue collar subjects low pay, 
inefficient supervision, and selfishness among co-workers 
were found to be the determiners of absenteeism. 
Moshe and Nechama (1983) investigated the 
influence of flexible working time on satisfaction and 
absenteeism on a sample of employed women. They advocated 
that absenteeism rates were significantly lower under the 
flexiable than the rigid work schedule and moreover, they 
pointed out that married wormen and mothers had the lowest 
rates of absenteeism under flexible work schedule. The 
reported results are not unusual as if this study would 
have been conducted on employed male then similar results 
would have been obtained too. 
Hackett and Guion (1985) on the basis of factor 
analysis of inter-corelations among absence measures 
provided tentative support for voluntary - involuntary 
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absenteeism d i s t i n c t i o n . They further found absenteeism 
and sa t i s fac t ion unrelated to each o ther . Scot t and 
Taylor (1985) made an ef for t to varify the conf l ic t ing 
findings on the re la t ionship between job sa t i s fac t ion and 
absenteeism. They obtained a stronger re la t ionsh ip bet-
ween job sa t i s fac t ion and absenteeism a t l a rge . A micro-
analysis of the data revealed the s t rongest associat ions 
between (l) employee absenteeism and sa t i s f ac t ion with 
the work i t s e l f : (2) absence frequency and sa t i s fac t ion 
with co-workers: and (3) absence frequency and overal l 
job s a t i s f ac t i on . 
Laldas (1984) made a very extensive study for 
ident ifying the factors affect ing absenteeism. He under-
taken the factors such as job a t t i t u d e s , company sa t i s fac -
tion and interpersonal r e l a t i o n s . He more-over, made a 
very s ign i f ican t d i s t inc t ion between chronic absentees and 
regular work absentees. I t was found tha t unfavourable 
a t t i t u d e towards work leads to chronic absenteeism. 
Company sa t i s fac t ion also found to be re la ted to absentee-
ism. 
A very few studies have invest igated the re la t ion-
ship of absenteeism with job anxiety and occupational 
s t r e s s . Trivedi and Srivastava (1981) studied i n t e r -
13 
relationship between job anxiety and absenteeism. They 
found their results supporting the hypothesis that job 
anxiety is positively related to absenteeism and that 
high job anxiety leads to high absenteeism whereas, low 
job anxiety to low absence behaviour. Robert and Janet 
(1985) while studying the relationship between absentee-
ism and occupational stress almost found the same results 
as mentioned above. 
The survey of literature on absenteeism presented, 
so far were related to job satisfaction, job involvement^ 
commitment, and other job attitudes. The phenomenon of 
absenteeism have also been studied in relation to demo-
graphic variables. A brief survey of these studies are 
being mentioned below. 
Nichaloson, Brown and Chadwick Jones J.K. (1977) 
studied work absenteeism in relation to personal character-
istics on one thousand twenty two blue collar production 
workers. They found that age and length of service inverse-
ly related to absenteeism. They further observed that 
inverse relationship are more stable and reliable for age 
than for tenure. 
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MarKham, Danserean and Alutto (1982) in one of 
their study investigated rate of aiDsence among male and 
female workers. They ootained a higher absenteeism rate 
among women when compared to men. The same group of 
researchers in the same year i.e., in 1982 also studied 
the influence ot group size on absenteeism rates. The 
measure of alDsenteeism was the daily, numiaer of absent 
workers divided by the total work group size. On the 
basis of their findings they reported that evidence could 
not be found to support the relationship between size of 
different groups with their absenteeism rates. 
Apart from the above, the iasue of absenteeism 
has also been studied as a consequence of organizational 
factors. Tove Helland, Jacquelivec and Robert N. (1981) 
conducted a study on the problem entitled, "Absenteeism 
When Workers Have A Voice: The Case Of Qnployee Honour-
ship." The results of their study show that absenteeism 
is affected primarily by organizational and financial 
Committment. They did not find job satisfaction as a 
predictor of absenteeism. It is further emphasized that 
voluntary absenteeism declined after transfer to employee 
honourship but this led to increase involuntary withdrawal 
as employee. 
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Absenteeism studies also undertaken the var iable 
l ike f lexible work schedule as i t has been rea l ized since 
long but a f te r human re l a t ion movement tha t i t wi l l 
increase job sa t i s f ac t ion , work committment, e t c . Kransz, 
Mosge and Freibach (1983) studied f lex ib le work time of 
employedwomen in re la t ion to s a t i s f ac t i on , s t r a i n s and 
absenteeism. The obtained r e s u l t s advocated tha t absentee, 
ism ra tes were s ign i f ican t ly lowsr under the f lex ib le than 
r ig id work schedule and married women and mothers had the 
lowest r a t e s of absenteeism when employed under f lexible 
work schedule. The same problem tha t i s re la t ionsh ip of 
absenteeism with f lexible work schedule was also Invest iga-
ted by Mcguire and Lire Joseph in 1987 , and they in 
contras t to the previous r e s u l t obtained tha t there was 
no reduction in absenteeism among the t rue f lex ib le group 
than the group working under staggered with fixed time 
showed lower ra tes of absenteeism. 
R esearches on absenteeism have covered a wide 
range of var iables determinift.g the i r influence on 
absence behaviour. One of the most important researches 
conducted in the recent decade i s on pred ic t ing absence 
behaviour specia l ly of i n d u s t r i a l workers, Breaugh (1981) 
concluded on the basis of h is research finding tha t 
3 
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present absence behaviour can be predicted from the 
previous absenteeism records Keller ( 1983 ) also studied 
the same problem and result obtained was in the same line 
as reported by Breaugh (1981) . 
A number of studies have tried to study the effect 
of personal factors on absenteeism. Varying results of 
the effect of age, experience, number of dependents and 
income on absence behavaiour have been witnessed (Sinha & 
Singh, 1961; Butani, 1970; Sharma, 1970; Koshal & Koshal, 
197 3; Indane & Khisty, 1974; Sinha & Gupta, 1974; Singh, 
1976; Bhatia & Valecha, 1978; Pais, 1981; Ails, 1986) . 
From amongst these studies Sharma's (1970) investigation 
advocated that absenteeism increased with the increasing 
number of children. Pais (1981) reported a very interest-
ing result but keeping the researcher in a very perplexing 
state that increasing income determines increased absence 
rate. 
Singhal (1976) studying the relationship of need 
fulfilment with absenteeism has reported that high absentees 
were less satisfied with autonomy and self-actualizing 
needs. Singhal further reported that high absentees were 
showing the sign of high anxiety and showed negative 
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correlat ion with in terpersonal perception, group cohesive-
ness and interpersonal communication. 
Having given a br ief survey of re levant avaialable 
l i t e r a t u r e , i t i s well in time to emphasise the basic 
purpose of the present inves t iga t ion . The present study-
i s a pa r t of a larger study, hence, i t i s a p i l o t study 
on the problem en t i t l ed , "A Study of The Relationship 
Between Personal Charac te r i s t i cs And Absenteeism** and the 
p i t - f a l l s obtained throughout the inves t iga t ion wil l help 
in redesigning and improving the larger study a t Ph.D. 
l eve l . 
In the l i gh t of the view of re levant l i t e r a t u r e 
i t i s witnessed that personal factors l i k e age, job-tenure 
and number of dependents in general and absence consistency 
in pa r t i cu la r have been scarcely and rare ly studied on a 
sample working in production l i n e of a large public sec tor . 
Therefore, the present endeavour wi l l ce r t a in ly f i l l the 
void of knowledge in th i s a rea . 
C H A P T E R - I I 
METHODOLOGY 
* * 
C H A P T E R -11 
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METHODOLOGY. 
The present endeavour intended to study personal 
characteristics in relation to absenteeism. For any kind 
of research its methodology plays an important role in 
carrying out the study systematically. In view of the 
proposed problem of research it was thought that tapping 
the informations regarding the absence nature as well as 
the total number of days absent from work would be quite 
difficult. But correspondance and personal contacts with 
the competent authority of HMT, Srinagar, had opened 
avenues of conduci^ ing research under very highly condit^ 
ional circumstances and even under certain constraints 
this study was undertaken. The details of the methodology 
opted in carrying out this investigation will follow. 
SAMPLE: 
A sample i s a miniature population which represent 
adequately the en t i r e population. The problem of the 
present study warrented us to choose the sample from 
amongst the population entrusted with ce r ta in work 
r e s p o n s i b i l i t i e s directed to achieve s t ipu la ted organiza-
t ional goals . Therefore, sample of th i s study was randomly 
drawn from HMT_a big public en terpr i se s i tua ted in the 
ou t sk i r t area of Srinagar. 
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In mid s i x t i e s , the Government of India decided 
to se t up a watch factory in Kashmir Valley in the 
v ic in i ty of Srinagar as a p a r t of overal l programme to-
wards an organized i ndus t r i a l i z a t i on of the area . The 
project was approved by the Government of India in June, 
1970 and soon a f te r work s t a r t ed for es tab l i sh ing the 
factory a t Zainakot near Srinagar c i t y . The projec t 
envisaged a production capacity of 31 lakh watches per 
annum to be a t ta ined by 1978-79. In 1978-79 the produc-
tion of watches was increased to 31 lakh and 5 thousand. 
And even l a t e r expansion pro jec t continued and i t was 
planned to produce 5 lakh watches during 1981-82. 
HMT watch factory, Srinagar with the investment 
of a capi ta l of Rupees 675 lakhs had stimulated the 
process of i n d u s t r i a l i z a t i o n in the Valley. The un i t had 
provided employment i n i t i a l l y to about 1200 persons out 
of which nearly 320 were females. In view of the cold 
wheather of Srinagar during the major port ion of a calender 
year, the en t i r e factory was b u i l t cen t ra l ly heated to 
provide f a c i l i t i e s to employees a t l e a s t in the cold weather. 
HMT _ a modem un i t ecfuipped with e lec t ronic data process-
ing f a c i l t i e s for ensuring timely a v a i l a b i l i t y of data 
required for various managerial dec is ions . HMT a t present 
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employs approximately 1500 workers at all levels, i.e., 
from the top position of General Manager to the lowest 
position of production line workers. Every worker gets 
atleast Rs. 1600/- per month. 
Sample of the present investigation consists of 
150 employees engaged in prodction line. These workers 
have a different grade ranging from WG-l to WG-5. The 
promotion of these workers in the various grades gets due 
after every two and a half years (2*5 years) which they 
enjoy after their overall performance evaluation but as 
they reach to WG-5 grade, maijorlty of these employees 
experience stagnation. These workers get promotion in 
grade only, but their status and nature of work remains 
the same. It is imperative to mention at this juncture 
that in the 'assembly section' about 300 employees perform 
their job. Out of the group of 300 workers in the 
assembly line 100 employees were randomly chosen. Similarly, 
out of about 150 workers employed in the 'Escapement 
Section' 50 employees were again randomly selected, hence, 
the total sample size consisted of 150 employees. 
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Table-2.1 
Showing the break up of the sample 
„ . I Approx. TotalX Sample X No. of X No. of bection ^ ^^^^ j,^^^^ ^ 3^^g ^ ^ ^^g J Females, 
X X X X 
Assembly 300 100 15 85 
Escapement 150 50 18 32 
The sample group i r r e s p e c t i v e of s e x d i f f e r e n c e 
i s n o t h i g h l y q u a l i f i e d . M a j o r i t y of them a r e m a t r i c u l a t e 
and a ve ry few a r e d ip loma h o l d e r s . However, h a v i n g 
r e c r u i t e d f o r t h e job e v e r y - o n e h a s t o u n d e r go a t r a i n i n g 
programme which equ ip them t o d e v e l o p s k i l l t o p e r f o r m 
j o b e f f e c t i v e l y . The i n f o r m a t i o n a b o u t t h e r e s p o n d e n t s 
b i o g r a p h i c a l c h a r a c t e r i s t i c s h a v e been s u p p l i e d i n 
t a b l e 2 , 2 . 
T a b l e - 2 . 2 
Showing B i o g r a p h i c I n f o r m a t i o n of t h e Sample 
Eirployees ' X Av. Age X Av. J o b X Av. No. X Av. 
Working X ( i n Yrs . )X Tenure X of X Income 
S e c t i o n . X X ( i n Yrs . )X DependentsX ( i n Rs . ) 
Assembly 
l i n e 
Escapement 
l i n e 
30 . 
3 2 . 
. 4 3 
.2 
12 , 
14 . 
. 6 3 
.44 
5, 
4, 
. 8 4 
. 5 2 
1994 
2000 
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At the production line when a worker Joins the 
organization his job starts from WG-l and after 2^ years 
he gets promotion and to the next high grade I.e., WG-2 
and may climb upto WCi.5, After this an employee may get piromotJ 
to the positicn of a supervisor which is rearely attained, 
the promotion to the supervisory level do not depend on 
time duration but Company also considers employees' skill 
productive efficiency, their level of interest, their 
enthusiasm to seek voluntarily additional responsibilities 
and their behaviour in interpersonal relations. Promotion 
is a sort of reward for encouraging those who make a 
successful effort to increase their skill and try their 
level best to give and maintain higher level of productive 
efficiency. 
The nature of work of these employees working in 
two different sections i.e., assembly and escapement 
sections at the same horizontal level is different from 
each other but their direction of working are aimed at 
achieving the same organizational goals. According to 
the rules of the organization the workers have to work 
for six days a week. The employees of the factory are 
eligible for the different categories of leaves as earned, 
casual and sick leaves. Earned leave is 2.5 days per 
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month i . e . 30 days p e r y e a r and t h e maximum a c c u m u l a t i o n 
i s 90 d a y s . The l i m i t may be r a i s e d t o 120 days i n 
s p e c i a l c a s e s w i t h t h e s a n c t i o n of Genera l Manager . Casua l 
l e a v e s of 10 d a y s p e r c a l e n d e r y e a r i s a d m i s s i b l e t o a l l 
e m p l o y e e s . S i ck l e a v e of 10 d a y s p e r c a l e n d e r y e a r i s 
a l l owed t o a l l e m p l o y e e s . Women employees a r e n o t c o v e r e d 
by t h e ESI scheme and they a r e a l s o e l i g i b l e f o r m a t e r n i t y 
l e a v e w i t h f u l l pay f o r a maximum p e r i o d of s i x weeks . 
C r o s s i n g t h e l i m i t of t h e s e l e a v e s i f an employee r ema ins 
a b s e n t from work he s u f f e r s i n pay d e d u c t i o n . 
COLLECTION OF DATA; 
As have been p o i n t e d o u t e a r l i e r t h a t t h e d a t a f o r 
t h e p r e s e n t s t u d y were c o l l e c t e d from HMT, S r l n a g a r . For 
t h i s p u r p o s e t h e i n v e s t i g a t o r had t a k e n p r i o r p e r m i s s i o n 
from t h e Company's c o m p e t e n t a u t h o r i t y and t h e s c h e d u l e s 
for d a t a c o l l e c t i o n were p r e d e t e r m i n e d . The p r e s e n t 
i n v e s t i g a t o r eve ry day v i s i t e d t h e o r g a n i z a t i o n from 
9 .00 A.M. t o 5 .00 P.M. b u t u s u a l l y most o f t h e d a t a were 
c o l l e c t e d d u r i n g l u n c h and t e a b r e a k s . 
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DESCRIPTION OF TOOLS; 
To study human behaviour psychological tests are 
developed. There is no single psychological test which 
can tell about all aspects of behaviour. Therefore, 
different psychological tests are developed for different 
specific purposes. Questionaire method, since long, has 
been considered the most convenient and favoured instrument, 
to gather data about the numerous aspects of behaviour. The 
reliability of the findings of the data obtained through 
apolying psychological test largely depends upon the 
efficiency of the psychological instruments. Hence, it is 
necessarily important that there must be a proper selection 
of the psychological tests to be used for behavioural 
investigations. The details of the tools used in the 
present investigation follows: 
Measure Of Absenteeism: 
For the measurement of absenteeism an inventory 
was developed by the author (see Appendix-1) . Since the 
purpose of the study was to see the influence of personal 
characteristics on absenteeism, so, inventory consisted 
of number of personal factors which were to be responded 
by the subjects whether these would have been the sources 
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of their absence from work. Moreover, the subjects were 
also asked that if these factors could have been the 
source of their absence from work then to what extent 
these could have been avoided by you in the given situa-
tions on a five point scale ranging from highly avoidable 
to highly unavoidable. 
The inventory measuring absenteeism covered 
numerous personal factors under the major heading of 
•personal illness', 'domestic problems', 'personal engage-
ments', and 'local events of interests * (Appendix-1) . 
Through these questions personal factors of absenteeism 
were identified. Extending the inventory to obtain the 
informations regarding the number of days absent in 
consecutive three years from 1989 to two early years i.e«, 
1988 and 1987, a few more questions were added. The 
real record of absence could have been obtained from the 
employees' official record that how frequently or how long 
at a stretch an employee remained absent from his duties 
but this procedure could not generally have been allowed 
by the organisations, hence, the present investigator 
faced the same situation which compelled him to evolve 
some mechanism for obtaining the information regarding 
absenteeism. In order to get the information regarding 
absenteeism the employees were asked three question that 
,?e 
follows: 
1, Can you correctly remember that how many days you have 
been absent from work in the year 1989 and state Its 
major reasons. 
2. Can you correctly remember that how many days you were 
absent from your work during the year loRS and state 
major reason of absence. 
2. Can you correctly remember that how many days you had 
remained absent from your work during the year 1987 
and state reasons. 
On the basis of the above three questions the 
number of absences and their reasons for three consecutive 
years were obtained. 
Work Identification Scale; 
Work identification was measured through a 
questionnaire developed by Shrivastava & Dolke (1978) . 
The scale consisted of twelve items. The items included 
in the scale were pertaining to two important aspects of 
work, i.e. (l) importance attached to work, and (2) 
satisfaction of needs through work. To ensure the equal 
emphasis on the two facets of work identification, equal 
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number of items (six each) have been included in the 
scale (see ^ p e n d i x - II) . 
The statements included in the scale are both 
negatively and pos i t ive ly phrased and the respondents 
were required to respond on a 5-point sca le by giving a 
score of one (l) to highly disagreed statement and five 
(5) to highly agreed statements and three (3) to the 
statements viewed as n e u t r a l . The scoring of the pos i t ive-
ly pharased items were done by adding the scores given to 
various statements but the scores have been reversely 
counted in the case of negatively phrased i tems. In such 
a way, the scoring of the scale was done. The high score 
of the scale i s ind ica t ive of high work iden t i f i ca t ion 
and the lower score to low work i d e n t i f i c a t i o n . 
The authors of work iden t i f i ca t ion sca le had simply 
developed the scale for the purpose of t h e i r projec t 
which was carr ied out on Ahmedabad Text i le Indus t ry ' s 
workers. They did not report the r e l i a b i l i t y and va l id i ty 
of the sca le , Later^Ansari (1988) while using t h i s scale 
had obtained the r e l i a b i l i t y as well as the va l id i ty of 
the sca le . The s p l i t - h a l f r e l i a b i l i t y as obtained and 
reported by Ansari i s r =.82 which i s su f f i c ien t ly high 
to prove the s ca l e s ' r e l i a b i l i t y . 
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For finding out the va l id i t y Ansari (1988) had 
found out the corre la t ion between the scores of Lodahl & 
Kejner's (1965) Job Involvement Scale and the Work 
Ident i f ica t ion Scale and the obtained value r =.75 was 
found qui te high for in fe r r ing the va l id i ty of the sca le . 
Biographical Information Blank: 
For recording biographical informations from the 
respondents an inventory namely^ Biographical Information 
Blank'(BIB) was prepared (see Appendix - I II) . The types 
of information contained in the 'Biographical Information 
Blank* are — age, sex, locat ion of parenta l home ( i . e . 
RuralA^rban) , t o t a l work experience, work experience in 
the present pos i t ion , number of promotions earned, present 
posi t ion, mari tal s t a tus , number of dependents, educational 
qua l i f ica t ion , and general hea l th . 
Hypotheses; 
An eye on the br ief exhaustive survey of l i t e r a t u r e 
has laid s t r e s s upon the fact tha t s tudies conducted from 
various angles on absenteeism bear inconclusive r e s u l t s . 
However, ava i lab le l i t e r a t u r e impresses us to v i sua l ize in 
the l i gh t of some adequate number of s tudies tha t absentee-
ism i s unrelated to age and experience and pos i t ive ly 
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re la ted to number of dependents. Moreover, an ample 
evidence has also been found with regard to the predict ion 
of present absence behaviour from past absence behaviour. 
Hence, the present inves t iga to r had proposed the following 
Hypotheses for the inves t iga t ion to be tes ted tha t follow: 
(H 1) Past absence behaviour wi l l p red ic t present absence 
behaviour. 
(H 2) High and low age would be having d i f f e r en t i a l 
influence on absenteeism. 
(H 3) The two levels of job tenure ( i . e . high and low) 
would be having d i f f e r e n t i a l effect on absenteeism. 
(H 4) High and low number of dependents would be having 
d i f f e r en t i a l influence on absenteeism. 
(H 5) Absenteeism i s in s ign i f i can t ly re la ted to importance 
attached to work — a face of work i d e n t i f i c a t i o n . 
(H 6) Absenteeism i s in s ign i f i can t ly re la ted to need 
sa t i s fac t ion through work a facet of work 
iden t i fi ca t ion . 
(H 7) Absenteeism i s i n s ign i f i can t r e la ted to work 
i d e n t i f i c a t i o n . 
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s t a t i s t i c a l Analysis; 
As evident from the object ive of the present 
invest igat ion which had been planned to study personal 
cha rac t e r i s t i c s as core la tes of absenteeism, appropriate 
s t a t i s t i c a l treatments have been given to the data of the 
study for obtaining the r e s u l t s . 
Fbr making a comprehensive study number of 
s t a t i s t i c a l t e s t s as well as percentages have been used 
where ever these found su i t ab l e . For obtaining the year-
wise absence r a t e for both male and female separately and 
for the categories of reasons for absence based on Content 
analysis for both made and female, percentages have been 
applied. Chi-squlre (Slegel, pp. 45-51) has been used for 
obtaining consistency in absence behaviour during three 
consecutive years for a l l 150 subjects separa te ly . 
In order to understand the re la t ionsh ip of age, job 
tenure and number of dependents with absence behaviour, 
Kolmogrov - Smirnov t e s t was applied (Siegel , 51-54) and 
for finding the re la t ionship of work iden t i f i ca t ion anf of 
i t s two facets with absenteeism product-moment co-ef f ic ient 
of corre la t ion (Garret t , pp. 134-139) was used. 
Having obtained the r e s u l t s through the application of 
s t a t i s t i c a l tenhnique a de ta i l ed descr ipt ion of r e su l t s and 
the i r i n t e rp re t a t i ons wil l be given in the next Chapter to folic 
C H A P T E R - I I I 
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RESULTS 
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The present study aimed at investigating the 
sources of personal characteristics as correlates of 
absenteeism. To meet the requirements of the proposed 
research endeavour appropriate statistics were applied 
for analysing the data. The details of the statistical 
techniques used have already been discussed in the 
preceeding chapter entitled, "Methodology". A further-
more, appropriateness of each statistical test will also 
be highlighted alongwith the description of results under 
the domain of various tables. The description of results 
follows. 
The problem under investigation entitled " A 
Study of the Relationship Between Personal Characteristics 
and Absenteeism" was a challenging endeavour. However, 
completion of this pilot study has helped in identifying 
the various pit-falls to be taken care of for designing 
the larger extended study of Ph.D. work plan. 
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Table - 3.1 
Showing Year-Wise Absence Rate Of Both Male And Female 
Groups Separately 
1987 1988 1989 
Levels of Absence Absence Absence Overall 
Absence Rate Rate Rate Average 
(%age) (%age) (% age) (% age) 
Male Groupt 
Absence Free 19(57 .5) 9 ( 2 7 . 2 7 ) 11 (33 .33 ) 39 .37 
High Absence 5 (15 .15 ) 11(33 .33) 5 ( 1 5 . 1 5 ) 2 1 . 2 1 
Modera te 
Absence 7 ( 2 1 . 2) 13(39 .39) 8 ( 2 4 . 2 4 ) 28 .30 
LoweV Absence 2( 6.06) 0 (00 ) 9 ( 2 7 . 2 7 ) 11 .11 
Female Groupt 
Absence F ree 40(34 .18) 30(25 .64) 21 (17 .94 ) 25 .92 
High Absence 34(29.05) 31(26 .49) 37(31 .62) 29 .05 
Modera te 
Absence 24(20 .51) 42(35 .89) 27 (23 .07 ) 26 .49 
Lower Absence 19(16 .23) 14(11 .96) 32(27 .35) 18.50 
S i n c e , t h e sample of t h e s t u d y c o n s i s t e d o f bo th 
male and female w o r k e r s , s o , i t was found r e l e v a n t t o 
e l a b o r a t e a b s e n c e b e h a v i o u r among t h e s e two s e x groups 
s e p a r a t e l y . Hence, t h e a t t e m p t t o I d e n t i f y a b s e n t e e i s m 
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behaviour have been mentioned in Table-3 .1 , The said 
Table-3.1 depic ts year-wise absence r a t e of both the 
groups of workers separa te ly . Table c lear ly indica tes 
that during a l l the three consecutive years , i . e . 1987, 
1988 and 1989 greater percentage of males have shown no 
tendency of remaining away from the work as compared to 
female workers. On an average 37.37 percent male workers 
have been found completely absence free whereas, only 25.9 
percent female workers on the average have been found 
absence-free. Similar ly, high absence r a t e among females 
(on an average 29.09%) has also been obtained as against 
i t s counterpartV' male-workers whose average high absence 
r a t e i s lower, i . e . , 21.21 percent , though, the difference 
does not seem to be s ign i f i can t . 
Contrary to the above findings Table-3.1 a ta tes 
tha t low absence r a t e among female i s higher (18.5 percent) 
than male counterparts (11.11 pe rcen t ) . 
Having discussed the comparative analyses of the 
two groups with regard to t h e i r absence r a t e , i t i s 
per t inent to highl ight the major reasons of absence and 
t h e i r determining influence for the causation of absentee-
ism. Content analyses of the data have revealed tha t 
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major causa t ion of absenteeism for both male and felame 
workers f a l l under the b roader c a t e g o r i e s of — domestic 
problems, pe r sona l i l l n e s s , pe r sona l engagements, and 
excursion t o u r s e t c . 
Table - 3.2 
Showing Overall Percentage Of Einployees Falling 
Under Each Category of Reasons Which Usually Led 
Them Absent From Work. 
Group 
Male 
Female 
Domestic 
Problems 
43.4 
29.6 
I l l n e s s 
12.07 
17.33 
Personal 
fihgagement 
4.0 
19.88 
Tours 
3.0 
4.5 
Table-3.2 speaks about the main reasons that 
Usually seem to compell employees, irrespective of the 
sex differences, to remain abstained from the work. It 
is apparent from the results (Table-3.2) that both male 
and female working groups attributed 'domestic problems' 
as the major source of their absence, though, there is 
alarming discrepancy in their average percentage ratio. 
On an average 43.4 percent of male workers have reported 
to attribute their absence cause to domestic problems 
whereas, as much as 29.6 percent of female workers reported 
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to have been withheld from repor t ing on du t ies because 
of domestic a f f a i r s . 
The second personal factor tha t emerged to have 
i t s determining influence for the occurance of the 
absence i s the factor of 'personal engagement'. This i s 
the factor which seems to be more prevalent among females 
compared to male workers as on an average 19.88 percent 
female workers reported t h e i r cause of absence from work 
as against 4 percent of i t s male counterparts (Table-3.2) . 
The obtained differences among male and female workers on 
the broader 'personal engagement' category of reasons i s 
qui te l og i ca l . I t s de ta i led explanation wi l l be given 
l a t e r while discussing the r e s u l t s with probable logical 
explanations. 
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In addition to the above factors , i l l n e s s emerged 
as the th i rd most s ign i f ican t factor l ike ly to have i t s 
inev i tab le influence on absence phenomenon. Both male and 
female workers with the average percentage r a t i o of 12,07 
and 17.33 respect ively have reported i l l n e s s 'as t h e i r cause 
of absence as oiven in Table-3,2. 
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Furthermore, 'excursion tour' is also found to 
De a source of industrial absenteeism, though, a very 
little average percentage of male (3 percent) and female 
(4,5 percent) workers reported it as an absence determin-
ina factor (Table - 3.2). 
In the present study an attempt was made to find 
out the consistency in absence behaviour of industrial 
workers. As have already been mentioned in the preceed-
ing chapter that absence rate for three consecutive years 
1967, 1988 and 1989 were tapped, hence, absence 
consistency of workers in these three consecutive years 
have been obtained by using the most appropriate statistics, 
i.e., Chi-square. Table -3.3 comprises Chi-square values 
of all 150 workers engaged in production line. 
Table - 3.3. 
Showing Consistency Of Absence Behaviour Of Each 
Subject Of The Sanple Calculated By Chi-square, 
Level of Significance 
Ins ign i f ican t 
•» 
u 
It 
S.No. 
1 . 
2 . 
3 . 
4 . 
5 , 
6 . 
7 , 
8 . 
X^- Value 
1.804 
1.86 
1.21 
0 . 0 5 
1.44 
0 . 8 5 
0 . 2 4 
3 .38 
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S I . No. 
9 . 
1 0 . 
1 1 . 
1 2 . 
1 3 . 
1 4 . 
1 5 . 
1 6 . 
1 7 . 
1 8 . 
1 9 . 
2 0 . 
2 1 . 
2 2 . 
2 3 . 
2 4 . 
2 5 . 
2 6 . 
2 7 . 
2 8 . 
2 9 . 
3 0 . 
3 1 . 
3 2 . 
3 3 . 
3 4 . 
3 5 . 
3 6 . 
3 7 . 
3 8 . 
3 9 . 
4 0 . 
4 1 . 
4 2 . 
4 3 . 
4 4 . 
4 5 . 
4 6 . 
4 7 . 
4 8 . 
4 9 . 
5 0 . 
5 1 . 
5 2 . 
XZ Value 
2.62 
4 .08 
0 . 5 1 
1.77 
2.77 
0 . 2 8 
2.00 
1.05 
2 .36 
2 .32 
3 .07 
6.00 
2.22 
2.62 
0 .25 
1.66 
3 .96 
0 .00 
0 . 9 2 
0 .09 
0 .12 
1.05 
0 .05 
2.62 
0 .85 
0 . 7 8 
0 .82 
0 . 8 2 
0 . 0 1 
0 . 0 8 
0 .89 
0 . 3 1 
0 .22 
0 . 2 3 
0 . 3 3 
0 .05 
1.45 
0 . 2 3 
2.74 
0 . 7 1 
0 . 0 6 
0 . 9 8 
1.05 
0 .12 
Level 
In 
S i 
In 
o f S l q n i f i c a n c e 
s i g n i f i c a n t 
N 
N 
N 
II 
U 
H 
N 
M 
II 
N 
g n i f i c a n t a t .0 
s i g n i f i c a n t 
•1 
H 
N 
N 
M 
II 
II 
M 
II 
II 
II 
n 
n 
II 
II 
II 
II 
•1 
N 
II 
II 
II 
II 
II 
II 
II 
II 
II 
s i . No. 
5 3 . 
5 4 . 
5 5 . 
5 6 . 
5 7 . 
5 8 . 
5 9 . 
6 0 . 
6 1 . 
6 2 . 
6 3 . 
6 4 . 
6 5 . 
6 6 . 
6 7 . 
6 8 . 
6 9 . 
7 0 . 
7 1 . 
7 2 . 
7 3 . 
7 4 . 
7 5 . 
7 6 . 
7 7 . 
7 8 . 
7 9 . 
8 0 . 
8 1 . 
8 2 . 
8 3 . 
8 4 . 
8 5 . 
8 6 . 
8 7 . 
8 8 . 
8 9 . 
9 0 . 
9 1 . 
9 2 . 
9 3 . 
9 4 . 
9 5 . 
9 6 . 
9 7 . 
2 
Xi Value 
0 .55 
0 .94 
1.17 
0 .26 
2 .44 
3.07 
6 .01 
1.05 
0 .12 
0 .85 
0 . 7 2 
2.00 
0 . 3 3 
0 .19 
0 .00 
0 . 2 3 
1.00 
1.55 
1.05 
0 . 0 3 
0 . 4 8 
0 . 2 4 
0 .69 
1.05 
0 .09 
0 .44 
0 .12 
0 .77 
6 . 0 3 
0 . 8 5 
0 .32 
2 . 8 3 
1.55 
1.06 
0 . 0 1 
2 .32 
0 . 3 3 
0 .00 
0 . 2 1 
1.05 
2 .85 
3.05 
2.09 
6 .01 
3.79 
a 8 
Level of Significance 
Ins ign i f ican t 
M 
Signif icant a t .05 
Ins ign i f ican t 
n 
II 
II 
•I 
II 
•I 
H 
II 
II 
II 
II 
•I 
II 
M 
M 
N 
« 
•I 
II 
Signi f icant a t .05 
Ins ign i f ican t 
II 
•I 
H 
H 
H 
H 
II 
II 
H 
M 
M 
Signif icant 
Ins igni f ican t 
a 9 
s i . No. 
9 8 . 
9 9 . 
100 . 
1 0 1 . 
10 2 . 
1 0 3 . 
104. 
105 . 
106 . 
107 . 
108 . 
109 . 
110. 
1 1 1 . 
112 . 
1 1 3 . 
114. 
115 . 
116 . 
117 . 
118 . 
119. 
120. 
1 2 1 . 
122 . 
1 2 3 . 
124. 
125 . 
126 . 
127 . 
128 . 
129. 
130. 
1 3 1 . 
132 . 
1 3 3 . 
134. 
135 . 
136 . 
137 . 
138 . 
139 . 
140. 
1 4 1 . 
142 . 
x r v a l u e 
6 .01 
2.00 
0 .00 
6 .01 
0 .00 
1.53 
2.00 
2.00 
0 .00 
6 .01 
1.59 
1.18 
0 .00 
2.00 
0 .00 
6.00 
0 .00 
0 .00 
6.00 
0 .00 
0 .25 
0 .00 
6.00 
6.00 
0 .00 
0 .00 
0 .05 
1.05 
0 .00 
0 .05 
6.00 
0 .00 
2 .08 
6 . 0 1 
2.00 
0 .00 
n . 0 4 
1.68 
0 .82 
6.00 
0 . 2 1 
0 .00 
6.00 
2 .12 
2 .00 
Leve l o f S i q n i f l c a n t 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
M 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
N 
il 
M 
II 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
' i i 
II 
II 
M 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
II 
S i g n i f i c a n t 
I n s i g n i f i c a n t 
•1 
u 
S i g n i f i c a n t a t 
N 
I n s i g n i f i c a n t 
H 
II 
II 
M 
II 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
M 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
M 
•1 
II 
H 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
II 
S i g n i f i c a n t a t 
I n s i g n i f i c a n t 
N 
. 0 5 
. 0 5 
/ 
. 0 5 
. 0 5 
. 0 5 
. 0 5 
. 0 5 
. 0 5 
. 0 5 
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S I . No. X- Va lue 
1 4 3 . 
1 4 4 . 
1 4 5 . 
1 4 6 . 
1 4 7 . 
1 4 8 . 
1 4 9 . 
1 5 0 . 
4 . 9 4 
6 . 0 1 
6 . 0 0 
2 . 3 2 
6 . 0 0 
0 . 0 0 
1 .60 
6 . 0 0 
Level of Significance 
Ins ign i f ican t 
Slcmlflcant a t .05 
a t .05 
Ins ign i f i can t 
Signif icant a t .05 
Ins igni f ican t 
H 
Signif icant a t .05 
Table c lear ly indicates tha t out of 150 Chi-square values 
only 19 cases (12.67%) have been found to have obtained 
s igni f icant Chi-square Values >»herea8, 131 cases(87,3390 have 
been s t a t i s t i c a l l y rendered Ins ign i f i can t . The r e su l t s 
obtained e^qplicitly ind ica te t ha t a l a rger chunk of 
workers have a consistency in t he i r absence behaviour as 
Chi-square values fai led to bring about any s ign i f ican t 
difference in the absence r a t e during a l l the three 
consecutive years (Table-3.3) . Hence, i t can be said 
without any reservation tha t previous yea rs ' pat tern can 
be taken as the c r i t e r ion for predic t ing absence behaviour 
in present and future years . 
Contrary to the above findings, a few Chi-square 
values have been found s ign i f i can t which s t a t e of unstable 
tendency of workers regarding absenteeism. These subjects 
as mentioned in Table 3.3 with the s e r i a l Nos. 20, 59, 81, 
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96, 98, 100, 107, 113, 116, 120, 121, 128, 131, 137, 140, 
144, 145, 147 and 150 do not have consistency in their 
absence rate in three consecutive years. Hence, the 
present and future mode of absence behaviour of the above 
mentioned serial numbered production line workers can not 
be predicted from their past work absence record. 
Coming to the next important results obtained from 
this pilot research investigation are regarding the 
Table - 3,4 
Showing Re la t ionsh ip of Age, Job-Tenure And Number 
Of Dependents With The Absence Rate For Three 
Consecut ive Years S e p a r a t e l y . 
Age Job-Tenure No. of Dependents 
Year KS-Value KS-Value KS-Value 
1.08 
2.33 
2.74 
Overal l 
Average 32.61 33.86 2.05 
** = S i g n i f i c a n t a t .01 l e v e l 
r e l a t i o n s h i p of absenteeism wi th c e r t a i n persona l 
c h a r a c t e r i s t i c s l i k e age, exper ience and number of 
dependents . I t i s impera t ive to mention t h a t t he se 
1989 
1988 
1987 
3 9 . 6 1 * * 
3 6 . 0 9 * * 
2 2 . 1 3 * * 
8 9 . 3 8 * * 
0 .90 
1 1 . 2 9 * * 
i2 
variables are very important in the sense tha t these 
personal factors very well influence absence behaviour 
a t work. Why these factors are important and what are 
the reasons of these being important wi l l be discussed 
l a t e r when discussing and in t e rp re t ing the r e s u l t s . 
Table - 3.4 shows the re la t ionsh ip of age, job-tenure,and 
number of dependents with absence r a t e during three 
consecutive years separa te ly . As regard to age, job 
incumbents of low and high age s ign i f ican t ly d i f fer in 
a l l the three consecutive yea r s , KS-values - 22.13, 36,09 
and 39.61 for the years 1987, 1988 and 1989 respect ively 
have been found s t a t i s t i c a l l y s ign i f i can t a t ,01 l eve l . 
The trend of obtained r e s u l t s advocate tha t workers with 
higher age are more prone towards absence behaviour than 
the younger workers. The pa t te rn of r e s u l t i s consis tent 
for a l l the three consecutive years . Hence, the proposed 
hypothesis (H2) tha t high and low age would be having 
d i f f e ren t i a l influence on absenteeism stands accepted. 
Almost the similar r e s u l t has also been obtained 
for job-tenure. I t i s very much c lear from Table-3.4 
that values of KS-22.13, 36.09, and 39.61 for 1987, 1988 
and 1989 respect ively are highly s ign i f ican t even a t .01 
l eve l . The obtained r e s u l t s ind ica te tha t l e sse r the 
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work e jq se r i ence h i g h e r t h e a b s e n c e r a t e and w i t h t h e 
i n c r e a s i n g j o b - t e n u r e t h e r a t e of a b s e n t e e i s m seems t o 
be d e c r e a s i n g , h e n c e , h y p o t h e s i s (H3) s t a n d s a c c e p t e d . 
The t h i r d v e r y i m p o r t a n t p e r s o n a l v a r i a b l e v i z . , 
'number of d e p e n d e n t s * which was h y p o t h e s i z e d (H4) t h a t 
h igh and low number of d e p e n d e n t s would b e h a v i n g 
d i f f e r e n t i a l i n f l u e n c e on a b s e n t e e i s m , h a s been found t o 
have no d i f f e r e n t i a l i n f l u e n c e on a b s e n c e b e h a v i o u r . The 
o b t a i n e d K S - v a l u e s 1 .08, 2 . 3 3, and 2 .74 f o r 1989, 1988 and 
1987 r e s p e c t i v e l y have been r e n d e r e d s t a t i s t i c a l l y h i g h l y 
i n s i g n i f i c a n t a s i n d i c a t e d i n T a b l e - 3 . 4 . The r e s u l t s 
a d v o c a t e t h a t a b s e n c e b e h a v i o u r i s n o t a f u n c t i o n of s i z e 
of number of d e p e n d e n t s . 
T a b l e - 3 . 5 
Showing R e l a t i o n s h i p Of Work I d e n t i f i c a t i o n 
And I t s Two - F a c t s With A b s e n t e e i s m . 
V a r i a b l e s r - v a l u e Leve l of 
S i g n i f i c a n c e 
I A T W - . 3 1 S i g n i f i c a n t a t . 0 1 
S N T W ,08 I n s i g n i f i c a n t 
Work I d e n t i f i c a t i o n - . 2 9 S i g n i f i c a n t a t .01 
T a b l e - 3.5 c o n t a i n s t h e r e s u l t s r e v e a l i n g t h e 
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relationship of work identification and its two facets 
importance attached to work (lATW) and satisfaction 
of need through work (SNTW) with absenteeism. It has 
been found that correlation values -.31 and -.29 for lATw; 
and total scores of work identification respectively have 
been statistically found significantly inversely related, 
whereas, SNTW - facet has been found to be unrelated as 
r = .08 is very very low. Thus, hypotheses H5 and H7 are 
rejected and Hg stands accepted. 
The aforementioned obtained results (Table - 3.5) 
advocate that importance attached to work is an important 
dimension which explains that higher the importance 
attached to work lesser the rate of absenteeism will occur 
but high absence rate is likely to occur when values and 
inportance attached to work are crumbling down. 
In the present Chapter the results contained in 
the various Tables have been explained but their interpret 
tation will follow in the next Chapter. 
C H A P T E R - IV 
DISCUSSION OF RESULT 
* * 
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C H A P T E R - IV 
DISCUSSION OF RESULTS 
I t i s artply c l e a r from t h e p r e c e d i n g C h a p t e r i 
c o n t a i n i n g d e s c r i p t i o n o f r e s u l t s t h a t t h e p r e s e n t i n v e s t i -
g a t i o n had aimed a t u n d e r s t a n d i n g t h e phenomenon of a b s e n t -
eeism from d i f f e r e n t p e r s p e c t i v e . In t h e l i n e s t o fo l low 
each aspect w i l l be d i s c u s s e d c i t i n g i t s p r o b a b l e i n f l u e n c e 
on t h e o c c u r a n c e of a b s e n c e from work b e h a v i o u r . 
Sex D i f f e r e n c e s And Absen tee i sm? 
Job i n c u m b e n t s ' s ex p l a y a c r u c i a l r o l e i n work 
r e l a t e d b e h a v i o u r b e c a u s e b o t h males and f e m a l e s have 
d i f f e r e n t p s y c h o - s o c i a l p r o b l e m s . A number of i n v e s t i g a -
t i o n have r e v e a l e d t h a t w o r k i n g women have more r o l e -
s t r e s s t han male w o r k e r s . The r e s u l t o f t h e p r e s e n t 
s t udy ( T a b l e - 3 . 1 ) h a s a l s o r e v e a l e d t h a t f e m a l e s a r e more 
a b s e n c e p r o n e than t h e m a l e s . As have j u s t been men t ioned 
above t h a t f emale worke r s a r e more o b s e s s e d w i t h r o l e -
s t r e s s which c o m p l i c a t e s t h e i r p e r c e i v e d p s y c h o - s o c i a l 
i s s u e s , seems t o i n f l e u n c e work a b s e n c e b e h a v i o u r . 
I n d i a has i t s l o n g and g l o r i o u s p a s t and embraces 
i n i t s e l f v a r i e d t r a d i t i o n s and s o c i o - c u l t u r a l v a l u e s . 
Our I n d i a n c u l t u r e i s w e l l known as o r i e n t a l - c u l t u r e which 
4G 
refers to certain set of values^strictly but different-
ially imposed upon the people of different age and sex 
groups to check their life style. Inspite of the fact 
that status of women in modern India is quite different 
from the women in the past even before independence, but 
there is still a stigma attached to women that limits the 
women cmcial role (like cooking, washing, cleaning and 
child-rearing) within the four walls of the house. Thus, 
women working shoulder to shoulder with men in the world 
of work are confronted with role stress, hence, this and 
other womanly factors lead to high absence behaviour in 
working women than men. But at present as the values are 
changing rapidly it will certainly bring about radical 
change in the women- stigma. 
On the basis of the results obtained out of the 
present investigation, it can be said without any reserva-
tion that domestic problems as well as personal illness 
and of other family members have been the most prevalent 
source of absenteeism for both the group of sexes. 
Comparing male and female on domestic problems as the 
source of absence then women have been found highly pre-
occupied with domestic problems than their male counter-
parts (Table - 3.2) . The pattern of result is guite 
17 
logical as women are perceived and expected more as a 
hos^wife than working women. Our socio-cul tura l milieu 
has not yet reformed male-chauvinism to share responsibi-
l i t i e s a t home which keep working women under constant 
role s t r e s s . 
Contrary to the domestic problems, working men 
out-numbered working women for remaining absent caused by 
personal i l l n e s s and i l l n e s s e s of other family members. 
The obtained finding seems t rue as outside the four-walls 
cf the house men are expected to do a l l a c t i v i t i e s , hence, 
to provide medical care to the pa t i en t s men have to play 
more act ive r o l e . And t h i s i s the reason why, factor of 
i l l n e s s caused higher absence in males than female counter-
par t , though, difference does not seem to be s igni f icant 
(Table - 3.2) . 
The th i rd factor namely, personal engagement' has 
been found to influence absence behaviour among both males 
and females d i f f e r e n t i a l l y . Comparatively higher number 
of working women reported personal engagements as the 
source of t h e i r absence than male working groups 
( table -3,2) , I t i s necessar i ly important to mention here 
tha t the broader heading of 'personal engagement' covered 
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all sort of personal engagements including hightened 
womanly disturbances. The later aspect which sometimes 
put females into invevitable state of distress and subse-
quently compell them to remain absent from work, hence, 
the result obtained. 
Pcedictinq Absence Behaviour: 
As evident from Table - 3,3 that almost larger 
chunk of 87.34% of the sample group have shown consistency 
in their absence behaviour during the periods of three 
consecutive years. The obtained consistency in the 
absence behaviour may provide a criterion for isolating 
chronic absentees and general absentees. Moreover, employees 
absence behaviour in future can be predicted from their 
past frame of reference. Our finding is in the line of 
the results reported by Breaugh (1981) and Keller (1983). 
Consistency in behaviour is usually developed as 
men and women mature. Work related behaviour are not 
merely determined by the work environment and the work 
itself but the process of inculturation right from the 
early childhood period plays a significant role. Socializa-
tion and inculturation process, as contended by Freud, 
inculcates attitude towards work and this in turn helps 
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develop occupational values . The type of values i n t e r -
nalyzed and the a t t i t udes inclucated during the process 
of soc ia l iza t ion in conjunction with working conditions 
and work i t s e l f determine employees* work re la ted 
behaviour, hence, absence behaviour seems to be the 
r e su l t of the same process . 
Age And Absenteeism: 
Absenteeism as a function of age level seems to 
be quite l og i ca l . Finding of the present study advocated 
tha t people with advancing age become physical ly weak and 
gets t i r ed from the i r work, hence, are l ike ly to remain 
re la t ive ly more absent from work (Table-3.4) . This 
explaination may not be t rue for employees a t a l l h ierar-
chial levels but i s most l ike ly to be t rue for the 
employees working in production l i n e . Moreover, finding 
also revealed the fact tha t younger workers are r e l a t ive ly 
more energetic and career-or ientedso, they become more 
regular and more cautious to t h e i r job. 
Job-Tenure And Absenteeism: 
Unlike the age, job-t«nure has been found to be 
inversely re la ted to absenteeism (Table -3.4) as the r a t e 
of absence i s higher for employees having low job tenure 
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compared to high experienced enployees showing lesser 
absence r a t e . I t has been pointed out t h a t age and job-
tenure have d i f f e ren t i a l influence on absenteeism, though, 
age and job-tenure go together . With regard to such 
contradictory influences i t i s pe r t inen t to mention tha t 
simply advancing in age does not c rea te i n t e r e s t and job 
involvement among employees but pos i t i ve experience helps 
develop working s k i l l tha t c rea te i n t e r e s t , job involve-
ment and des i re to stay on job, hence, the r e s u l t s 
obtained. 
Number Of Dependents And Absenteeism; 
Number of dependents infleunce absenteeism but 
th i s trend has not been witnessed in the present invest iga-
tion (Table-3.4) . The reason for having no influence of 
the s ize of dependents on absenteeism may be because the 
range of s ize var ies from 2 to 6 members and on an average 
comes to 5 members which almost seems to be homogenous. 
Hence, number of dependents in t h i s inves t iga t ion f a i l s 
to affect absence behaviour. Our r e s u l t do not confirm 
Sharma's (1970) finding. 
f l l 
Work Ident i f ica t ion Ans Absenteeism; 
Table - 3.5 contains the descr ipt ion regarding 
the re la t ionship of work iden t i f i ca t ion and i t two 
facets Importance attached to work (lATW) and s a t i s -
faction of need through work (SNTW) with absenteeism. I t 
i s evident from the findings tha t lATW — facet and Work 
Ident i f ica t ion are Inversely and s ign i f ican t ly re la ted 
to absenteeism, whereas, SNTW-facet has not been found 
to e l i c i t any re la t ion with absence behaviour. 
lATW - facet and work iden t i f i ca t ion as a whole 
are the outcome of soc ia l iza t ion process t ha t Inculcate 
a t t i t ude towards work. When an individual enters a 
vocation of his i n t e r e s t and apt i tude then he i s l ikely 
to experience high work iden t i f i ca t ion and job involve-
ment which may crea te des i re to stay a t work. Hence, the 
present finding that lATW and work iden t i f i ca t ion are 
inversely and s igni f ican t ly re la ted to absenteeism seems 
to be qui te t r u e . 
From amongst the various personal factors lATW-
facet and work iden t i f i ca t ion as a whole seems to be the 
most s ign i f ican t personal factors that highly contr ibute 
to work re la ted behaviour, spec ia l ly , e f fec t ive work per-
formance with the s igni f icant stay a t work. 
C H A P T E R -
CONCLUSIONS 
* * 
C H A P T E R - V 5 2 
CONCLUSIONS 
In the preceeding Chapters - III & IV a detailed 
discription of results and their interpretations respective-
ly have been discussed comprehensively. The present 
Chapter is aimed at highlighting the Conclusions drawn 
from the study. 
A step-wise conclusions are being presented here. 
An endeavour to find out the relationship of sex difference 
to absenteeism is evident from the results (Table - 3.1) 
that female workers have been found to be more absence -
prone compared to male counterparts. 
The main reasons of absence namely, domestic 
problems, illness, and personal engagements have been 
found prevalent for both male and female employees 
(Table - 3.2) . 
The findings of the study also revealed that 
general workers have a consistency in their absence 
behaviour so, their absence behaviour in future can be 
predicted from the past frame of reference of their 
absence record (Table - 3.3) . 
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Coming to the personal factors i t i s found tha t 
age and job tenure are s ign i f ican t ly re la ted to absentee-
ism while number of dependents has been found unrelated 
to absenteeism. (Table - 3.4) , 
Moreover, study also con<3luded on the basis of 
the findings drawn tha t importance attached to work-facet, 
and work iden t i f i ca t ion as a whole are highly corre la ted 
to absenteeism, whereas, sa t i s fac t ion of need through work-
facet, has been found unrelated to absenteeism as evident 
from Table 3 .5 . 
In the hight of the Conclusions drawn i t may be 
suggested tha t future researches must include the probabi-
l i t i e s outcome of t h i s study to varify t h e i r rea l 
significance which may help the organization to in the 
process of organizat ional change and development for 
improving and maintaining work re la ted employees behaviour 
s igni f icant for effect ive work performance. 
* * * 
R E F E R E N C E S 
* * 
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Genera l I n s t r u c t i o n s Tp R e s p o n d e n t s 
Dear R e s p o n d e n t s , 
Work l i f e i s t h e most i m p o r t a n t a s p e c t s o f o n e ' s 
l i f e . And t h e q u a l i t y o f work l i f e d e t e r m i n e s work p e r -
formance . U s u a l l y , poor q u a l i t y o f work l i f e and o t h e r 
p e r s o n a l f a c t o r s compel l one t o remain a b s e n t from work. 
Hence, t h e aim of t h e p r e s e n t endeavour i s t o s t u d y a b o u t 
t h e var : :ous a s p e c t s of t h e j o b you a r e d o i n g , t o know y o u r 
views and o p e n i o n s r e l a t e d t o i t . The d a t a o b t a i n e d from 
s e v e r a l s egmen t s of employees w i l l h e l p u s t o u n d e r s t a n d 
your work r e l a t e d p rob lems and^ moreover , t o d e v e l o p and 
s u g g e s t t h e mechanism t o improve y o u r q u a l i t y of work l i f e . 
I t i s , t h e r e f o r e , i m p o r t a n t f o r you t o e x t e n d y o u r 
w h o l e - h e a r t e d c o o p e r a t i o n by g i v i n g y o u r f r ank r e s p o n s e s . 
Be s u r e , y o u r r e s p o n s e s w i l l b e s t r i c t l y c o n f i d e n t i a l and 
fo r t h a t you a r e r e q u i r e d n o t t o w r i t e y o u r name on t h e 
d a t a s h e e t . 
Thanking you fo r y o u r p a r t i c i p a t i o n . 
NEELOFER AKHTAR 
R e s e a r c h S c h o l a r 
D e p t t . o f Psycho logy 
A l i g a r h Muslim U n i v e r s i t y 
A l i g a r h - 2 0 2 0 0 2 . 
Mote; P ^ e a s p , do n o t l e a v e any q u e s t i o n / s t a t e m e n t 
u n a n s w e r e d . 
r<>-^  ^^.i-<yy 
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APPENDIX - I 
A number of factors/statements are given below 
which may likely to be the sources of your absence from 
work. Against each factor/statement 'Yes' and 'No' 
response categories have been provided. You are requested 
to encircle 'Yes' response category when you think that 
the factor/statement has been the source of your absence 
and encircle 'No'response category when it has not been 
the source of absence from work. 
Moreover, it is for your kind notice that just 
below each factor/statement, a 5-point scale has been 
given raning from 'Highly Unavoidable' to 'Highly Avoid-
able'. The responses on this 5-polnt scale is only 
required when the factor/statement is a source of absence 
from work. Please, respond on the scale in the manner 
given below: Encircle the scale value of '1' when absence 
causing factor is judged 'Highly Avoidable'; encircle '2' 
when it is 'Avoidable'; encircle '3' when it is 'Neither 
Avoidable' Nor Unavoidable'; encircle '4* when it is 'Un-
avoidable'; and encircle the scale value of '5' when the 
absence causing factor is 'Highly Unavoidable*. 
Please read carefully and indicate your own frank 
responses to the factor/statement given below: 
B9 
I remain absen t from work because of 
1 - Personal I l l n e s s ( e . g . , co ld , headache, u p s e t 
stomach, e t c . ) Yes( ) No ( ) 
T 1 i ~T r 
1 2 3 4 5 
2 - I l l n e s s of Others Yes( ) No ( ) 
J , , , r 
1 2 3 4 5 
3 - Domestic Problems (e.g., Uncordlal family relations,etc, 
Yes( ) No ( ) 
4 - Personal Engagements ( e . l . , landAiouse s a l e and 
purchase , e n t e r t a i n i n g ques t s and . v i s i t o r s , womanly 
problems, e t c . ) Yes( ) No ( ) 
5 - Lack of I n t e r e s t in Work Yes( ) No ( ) 
_ , , , J. 
1 2 3 4 5 
6 - Local Events of I n t e r e s t ( e . g . , e k i h i b l t l o n , p lay 
and games e t c . ) Yes( )No ( ) 
70 
Please supply the following Informatlonst 
1- Can you correctly remember that how many days 
you have been absent from work in the year 1989 (.., .days) 
State reasons of absence 
2- Can you correctly remember that how may days 
you were absent from work in the year 1988 ( days) 
State reasons of absence 
3- Can you correctly remember that how many days 
you had remained absent from work during the 
year 1987 ( days) 
State reasons of absence 
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The follov/ing s t a t emen t s p e r t a i n t o your work. 
Against each s ta tement a b r a c k e t i s provided in which you 
have to endores. your response in a manner given below:-
Assign 5 to the s t a t emen t s of 'High Agreement* 
Assign 4 to the s t a t emen t s of 'Agreement ' 
Assign 3 to t h e s t a t emen t s for which you have 
•Neutral* op in ion . 
Assign 2 to the s t a t emen t s of 'Disagreement*,and 
Assign i to the s t a t emen t s of *High Disagreement* 
1. I would always che r i sh what I am do ing , 
2 . Real p l e a s u r e , i f t h e r e i s any th ing l i k e , 
i t comes only through my work 
3 . My work can ge t me t h e r e c o g n i t i o n I want . 
4 . Most of my impor tan t needs can be s a t i s f i e d 
through my work. 
5. I have tremendous a t t r a c t i o n for my work. 
6. I feel I am a person who has got t h e most 
a p p r o p r i a t e work for himself t odo . 
7 . I a t t a c h most importance to ray work. 
8 . My work i s t h e most p l e a s a n t th ing for 
me in t h e world. 
9 . I fee l t h a t my l i f e i s on t h e r i g h t t r a c k 
in t h i s work. 
10. My work and I are right match. ( 
11. What I am is not different from my work. ( 
12. I can achieve the things that I consider 
inportant in my life through my work. ( 
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Biographical Information Blank 
Please, furnish the following informations! 
Designation Department 
Age Sex Urban/Rural , 
Length of service 
Work Experience in the present posi t ion 
No. of promotions earned 
Marital Status (Married/Unmarried) 
No. of D^endents 
Educational Qualif icat ion: 
Training Received, i f anyi 
General Health (Very good, normal. 
poor, very poor) i 
